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Abstract 
The present study examines the effects of work ties in job hunting. Work ties 
are defined as job informants who were past or present employers, supervisors, or 
co-workers. This study addresses the inadequacy of Granovetter's strength-of-weak 
ties thesis, which stresses that the amount and the diversity of job information derived 
from social ties. I argue that we should also consider the relevancy of job 
information in job hunting; thus, work ties may bring in more job information relevant 
to the job seeker's work career. 
Quantitative methods are used to analyze data from the Metropolitan 
Employer-Worker Survey (MEWS) in the Chicago SMSA. This dataset provides 
detail information on social contacts used in job hunting. An important advantage of 
this dataset is the information on the backgrounds of the social contacts and job 
characteristics of the previous and the present occupations. The findings of this 
research show that job seekers use work ties to find jobs close to their previous 
occupations or jobs that requires specific experience and general knowledge. While 
work ties have no effects on career advancement in terms of occupational status and 
income, they help to locate jobs quickly. 
While weak ties may be important, as suggested by the strength-of-weak ties 
thesis, this study points to a conceptual alternative that focuses on the work context. 
Beside the quantity of new job information, the relevancy of such information is also 
important. One should pay attention to the intention of the job seekers, especially 
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Chapter 1 Introduction 
1.1 Background 
In 1973, Granovetter (1973) published a seminal paper "The strength of weak 
ties," which attracted a lot of intellectual attention and the relevancy of social ties in 
job search became a research paradigm since then. Granovetter identified two types of 
social ties — strong ties and weak ties. Strong ties describe social contacts that we 
frequently keep in touch with or have a close relationship with. Weak ties imply social 
linkages that are peripheral to our lives. Contrary to the popular belief, Granovetter 
argued that weak ties are more useful than strong ties in the job search process 
because weak ties can bring in more new and diverse job information to us. 
1.2 Research questions 
Granovetter's thesis assumes that what really matters in the job search process 
is the quantity of job information. This ignores whether the information is of high 
quality. Lin (1999)，for example，suggested that people usually look for better jobs 
and job information that points to higher prestige opportunities is of higher quality. In 
this study, I further point out that relevancy of job information is also important. Only 
those jobs that a job seeker is able to and willing to do are relevant in the job search 
process. Thus, the amount and the diversity of job information may not be the only 
critical factor for the job seeker to locate an appropriate job. 
To examine the relevancy issue, this study compares the use of work ties and 
communal ties. Work ties are cultivated in the work context and are expected to 
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provide more relevant information for the job seekers. This will be especially the case 
for those who look for jobs in the same or similar occupations. Those who target jobs 
that require specific knowledge and experience would be more inclined to use work 
ties rather than communal ties. In other words, those job seekers who need more 
precise and specific job information have a higher chance of using work ties to find 
the present job. At the same time, those who use work ties will have a higher 
probability of finding a new job that is similar to their previous occupations. I suggest 
that the distinction between work ties and communal ties may be as important as the 
traditional scheme that contrasts between strong ties and weak ties. 
1.3 Thesis organization 
Chapter 2 is a literature review that begins with a discussion of Granovetter's 
strength-of-weak-ties thesis. My review of previous studies shows that the 
strength-of-weak-ties thesis focuses more on the quantity and diversity of job 
information and ignores the quality of job information. In this connection, I describe 
Lin's revised hypothesis that suggests whether a piece of job information is useful 
depends on its sources; prestigious contacts are considered more useful for 
occupational advancement. But I further point out that such conceptualization is 
incomplete, and one should consider the relevancy of job information. In this regard, I 
suggest that work ties could be a useful source for getting relevant job information, 
especially when the job seeker aims to stay in the same or a similar occupational field. 
Chapter 3 is the method section. This chapter discusses measurement issues 
and statistical methods. In particular, there is an elaborate discussion on measuring 
social ties. Instead of using the traditional scheme that contrasts between strong and 
weak ties, this study compares the use of work ties and communal ties. Besides the 
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measurement of social ties，this chapter also describes the dataset used in this study 
and the definition of the control variables. At the end of this chapter, I explain the use 
of linear regressions, binary logistic regressions, and multinominal logistic regressions 
in this study. 
Chapter 4 reports findings of this study. There are three objectives in the 
analysis: (1) to determine the characteristics of work ties, (2) to identify conditions 
under which work ties are used, and (3) to examine the outcomes of using work ties in 
the job search process. The first section examines the characteristics of work ties. In 
particular, I compare work ties with strong ties. The second section analyzes how 
prestige of the previous and the present jobs affect the use work ties. This section also 
examines how job requirements might have effects on the use of work ties. The third 
section addresses the relationship between work ties and outcomes in prestige, wage, 
mobility pattern, and job seeking time. 
Chapter 5 summarizes key findings of this study and points out limitations of 
this research. 
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Chapter 2 Literature Review 
Granovetter's (1973) thesis on the strength of weak tie has stimulated much 
research on the effects of social ties in job seeking. Though these empirical studies 
help us to have a better understanding of how social ties function in the job search 
process, most studies focus on the weak ties-strong ties dichotomy as the conceptual 
framework. In this review, I will take the weak ties-strong ties conceptualization as a 
starting point and then shift my focus to the quality of job information provided by 
social ties. 
2.1 Conceptualization of social ties 
In his seminal essay, Granovetter (1973) outlined four major elements in 
defining the nature of social contacts; they are (1) duration of the relationship, (2) 
emotional intensity, (3) intimacy (mutual confiding), and (4) reciprocal services. A 
strong presence of these elements suggests a strong tie, whereas a lack of these 
characters implies a weak tie. The rationale behind this classification scheme can be 
summarized by two principles proposed by Granovetter. 
The first principle focuses on the overlap of social networks. In his own words, 
"the stronger the tie between A and B, the larger the proportion of individuals in S (=C, 
D，E... of all persons with ties to either or both of them) to whom they will both be 
tied, that is, connected by a weak or strong tie. This overlap in their friendship circles 
is predicted to be least when they tie is absent, most when it is strong and intermediate 
when it is weak". 
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The second principle emphasizes similarities among members in a network. 
Granovetter suggested that "the stronger the tie connecting two individuals, the more 
similar they are, in various ways. Thus，if strong ties connect A to B and A to C, both 
C and B, being similar to A, are probably similar to one another, increasing the 
likelihood of a friendship once they have met". 
Figures 1 and 2 demonstrate how Granovetter conceptualizes the strength of 
social ties. In Figure 1，C, D，E and F are A's contacts, and D, E and F are B's contacts. 
Thus D，E, and F are mutual friends of A and B. According to the principle of 
overlapping social network, A and B are judged to have a strong tie. We could 
imagine that job information passes from C，D, E, and F to A, and then A sends them 
to B due to their strong tie. At the same time, D, E, and F also pass job information to 
B. This means that B has already possessed most of the job information that comes 
from A, due mainly to their overlapping social circle. In this situation, only the job 
information coming indirectly from C through A is new and may be useful to B. 
Figure 2 shows a different situation. C, D，E and F are A's contacts, whereas 
only F is B's contact. F is the only mutual friend of A and B. According to the 
principle of overlapping social network, the tie between A and B is considered a weak 
one. Imagined that job information passes from C, D, E，and F to A, and A gives them 
to B. At the same time, F also passes job information to B. This suggests that B gets 
much fresh information from A, due to little overlap in their social circle. 
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Figure 1 Strong tie Figure 2 Weak tie m© ® ® ® 
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The contrast between weak ties and strong in the above diagrams ties suggests 
that Weak ties could be more useful in the job search process. In deed, this view was 
supported by Granovetter's (1974) own study of a small sample on 54 respondents. 
He further noted that, in addition to new job information, those who found their job 
through weak ties reported more often that their contacts "put in a good word" for 
them. The strength-of-weak-tie thesis, according to Lin (1999), presents "a challenge 
to the taken for granted and attributed value given to strong ties or the homophily 
principle—strong ties, promoting group solidarity, are socially valuable. By shifting 
our attention to the weak tie, Granovetter alerted us that weak ties, promoting access 
to different and new information, are socially valuable as well." This seems a fair 
assessment of Granovetter's contribution to the field of social network. 
Later studies, however, don't seem to provide consistent support to the 
strength-of-weak-tie thesis (Lin, Ensel and Vaughn 1981; Lin and Dumin 1986). 
When friends were treated as weak ties and relatives as strong ties, the 
strength-of-weak-tie thesis was confirmed, but not all studies agree to this 
classification (Lin and Dumin 1986). Measurement seems to be a real issue here, as 
the results are sensitive to how one classifies strong ties and weak ties. Clearly, some 
friends can be very close to one another, whereas some relatives may barely know 
each other. Wegener (1991), for example, proposed that there exists three different 
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dimensions of social ties and argued that "It is misleading, therefore, to classify 
strength of social tie according to the types of persons with whom ties are maintained. 
It is also difficult to determine for which dimension a particular tie should be 
considered weak or strong; tie are weak or strong depending on which of the three 
dimensions is considered." 
The principles of overlapping social circles and background similarity, as 
proposed by Granovetter (1973)，could help to resolve this problem, but they were 
rarely applied in empirical studies. Regardless how one classifies social ties, it is 
necessary to ascertain their characteristics empirically rather than making assumptions 
about them. In this study, I will examine the characteristics of work ties based on 
Granovetter's similarity principle. 
2.2 Social ties in context 
A major problem in the strength-of-weak-ties thesis is that its arguments were 
constructed out of social context. The effectiveness of some particular types of social 
ties in a job search may partly depend on such context. In a study of 1,008 adults in 
Tianjin, China, Bian and Ang (1997) and Bian (1997) found that the strength of ties 
had no effect on the outcomes of job search, but the prestige of the social ties had 
positive effects. Bian argued that, in the Chinese context, "when influence rather than 
information flows through personal networks, job can be channeled through strong 
ties more easily than through weak ties." This serves an important counter example to 
the strength-of-weak-ties thesis in which strong ties can be very useful if these ties are 
associated with strong social influence. 
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In a study of 851 faculty members in the biological, physical, and social 
science divisions at the University of Chicago and Columbia University, Fiedkin 
(1982) found that "weak ties are more important than strong ties in the probabilities of 
information flow concerning research activities of other departments; conversely 
strong ties are more important than weak ties in the probabilities of information flow 
concerning the work of fellow department members." 
Based on a sample of 534 social scientists and 371 biological scientists, 
Murray and Poolman (1982) also found that people of different backgrounds tend to 
use different kinds of social ties even when they want to achieve the same purposes. 
They studied the sources where scientists became aware of other people's work and 
cited them in a recent publication. The findings showed that social scientists relied 
more on colleagues and weak ties more often than biological scientists. They pointed 
out that "a scientist's goal is to find particularly good work rather than to maximize 
information about all possibly relevant work". And there may be more than one 
established ways for achieving this purpose in different fields of study. Obviously, the 
quantity of information is not the only consideration in information search. Besides 
weak ties, there are other types of social ties that could provide useful information to a 
particular kind of search in some specific context. In this study, I examine work ties as 
one of such possibilities. 
2.3 Quality of job information 
Tie strength, according to Granovetter (1973, 1974)，determines the amount of 
job information one could obtain through social contacts. He argued that weak ties, 
because of little overlapping in social circles and greater background dissimilarities, 
provide more new information than strong ties in the job seeking process. For this 
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reason, a lot of studies focus their attention to the weak-strong dimension when 
conceptualizing social ties. Recently, scholars began to realize that more information 
doesn't necessarily mean greater help in the job search process. One needs to consider 
the quality of information as well. That is, whether the information matches the job 
seeker's need and whether it leads to greater benefits, such as higher wages, greater 
prestige, and so on. 
Lin, Ensel and Vaughn (1981) represents one of the earliest attempt to go 
beyond the question of whether weak ties would bring more job information and ask 
whether weak ties would bring good information (e.g. vacancies with high prestige) as 
well. They conceptualized social ties in the context of a hierarchical society and 
argued that "the distribution of job information and influence is not random, but is 
part of the hierarchical structure of social resources, then the probability of an 
individual's gaining access to job information and influence increases when he or she 
makes contact with positions higher up in the structure. In other words, the 
heterophily principle may be ineffective if the positions reached are horizontal or 
lower in the structure to the person's initial status. We may call the tendency to 
contact positions at higher status levels in the structure the prestige principle." 
This is a major step forward for looking into the quality of job information 
provided by different kinds of social ties. Lin, Ensel and Vaughn (1981) believed that 
weak ties help to "maximize their chances of finding contacts who are sources of job 
information and influence"; thus, weak ties are better than strong ties in a hierarchical 
social structure. I illustrate their argument in Figure 3 in which E has two contacts, C 
and C，‘ As C has a higher prestige than C , due to the similarity principle, the relation 
between E and C is weaker than the relation between E and C，. Due to a higher social 
position, C possesses more information of good jobs than C . In other words, job 
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position D linked to C is more prestigious than job position D' linked to C . Thus, 
weak ties are better than strong ties for providing information of better jobs. 
Figure 3 Social contacts in a hierarchical structure 
Source: Lin, Ensel, and Vaughn (1981) 
The same study also suggested that people of different social positions tend to 
have different preferences in choosing between weak ties and strong ties for getting 
job information. At the very top, strong ties are more important, for weak ties will 
simply increase the likelihood of reaching downward in the structure. The opposite is 
true for job seekers from the lower social positions. Lacking relevant data, 
unfortunately, they were not able to test the hypothesis. However, they compared the 
prestige of contacts used by job seekers of different social ranks, measured by their 
fathers' occupational status. They found that when the social background of the job 
seekers was low (less than 29 in the prestige scale), the average prestige was 61 for 
weak tie contacts and 28 for strong tie contacts. In contrast, among job seekers with 
favorable social background (greater than 80 in the prestige scale), the average 
prestige was 80 for weak tie contacts and 65 for strong tie contacts. The difference in 
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prestige between strong and weak contacts dwindles as job seekers' prestige increases. 
Subsequent studies seem to support the above arguments. In a review of 
twelve studies that examine the prestige of social contacts, Lin (1999) found that 
eleven of them showed positive association between high prestige contacts and status 
attainment. Seven studies also established a positive relationship between weak ties 
and status attainment. Based on this comparison, he concluded that the prestige of 
social contacts may be at least as important, if not more important, as the strength of 
social ties. 
Social ties formed in the work context may provide quality information in 
terms of helping job seekers to maintain their occupational prestige. Mouw (2003) 
argued that the advantage of high prestige contacts may be spurious. If a significant 
percentage of job contacts were made in the work context, a positive correlation 
would occur between occupational statuses even if there was no causal effect of the 
contact person's position on the type of job the respondent winds up in. If the effect of 
high prestige contacts truly exits, there should be no difference whether the 
same-occupation ties were included or not. Using data from the 1970 Detroit Area 
Study, he found that, when the same-occupation ties were included, the effects of 
prestigious contacts were positive and statistically significant, but the effect vanished 
after the same-occupation ties were excluded in the sample. He concluded that 
"same-occupation contacts, in contrast to contacts form higher status occupations, 
may be an important source of job information." The relevancy of same-occupation 
contacts suggests an alternative conception of social ties that goes beyond the 
weak-strong dimension. 
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2.4 Other dimensions of social ties 
Social relations are not merely a matter of weak or strong, but differ on a 
broad range of qualities (Feld 1981). Wegener (1991), for example, proposed a 
multi-dimensional concept of social ties in a study of 604 people in the Federal 
Republic of Germany. He was not satisfied with the common practice of inferring the 
strength of ties simply from relationship categories, such as friends, relatives, 
acquaintances, neighbors, etc. Based on six types of indicators, including (1) 
relationship types, (2) a 10-point social distance scale, (3) length of a relationship (in 
weeks), (4) frequency of contacts, (5) joint activities, and (6) willing to offer 
assistance, the author used factor analysis to combine them into three different 
dimensions. They were relationships with intimate focus, formal focus and leisure 
focus. This is an excellent example which illustrates other conceptual possibilities 
beyond the strength dimension. 
More recently, Podolny and Baron (1997) proposed another scheme that 
classifies relationships that are position-centered and person-centered in a study of 
intra-organization mobility. They noticed that "Some type of strategic information 
conveyed in the workplace depend, almost by definition, on ego's and alter，s formal 
positions, whereas other type of (more diffuse) organizational 'gossip' and political 
intelligence may be decouple from formal organizational roles and depend on 
interpersonal attraction and trust". They argued that network structure most conducive 
to organizational advancement depends significantly on the content of the social tie 
involved, and the standard practice in network research of aggregating disparate kinds 
of ties when relating network structure to mobility outcomes seems ill-conceived. 
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Flap and Volk (2001) found that "work-related ties promoted an employee's 
satisfaction with instrumental aspects of job, like income, security, and career 
opportunities." They argued that "only a particular type of social capital, a particular 
content, network structure, or kind of resource the relationship provide, will produce 
satisfaction with a job. Different network structures constitute different forms of 
social capital, depending on what goal the actor wants to attain. Social capital is not 
an all-purpose good, not even within one domain of life such as work, but is goal 
specific." 
In a study of social support networks in urban ShangHai, Lai (2001) divided 
social support in six domains: (1) emotional problem; (2) financial problem; (3) 
marital problem, (4) interpersonal problem at the workplace, (5) domestic services; 
(6) major life decisions. She found that social support varies according to the nature of 
problems. Family ties, which include spouse/partner, immediate kin, and extended 
kin, are important sources of help in all areas except interpersonal problems at work. 
On the contrary, help from coworker is most frequently used, particularly for 
interpersonal problem at work. The author argued that work ties tend to be specialized 
in help on relationship problems in the workplace. 
All the above studies point to the inadequacy of conceptualizing social ties 
solely on the weak-strong dimension. Without denying the value of the strength 
dimension, one should consider other dimensions of social ties in order to capture 
their social implications. In this study, I argue that work ties should be an important 
dimension in the job search process, for job ties should lead to more relevant 
information with reference to a seeker's occupational career. 
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2.5 Work ties and the relevancy of job information 
Whether a piece of job information is useful depends on its relevancy and 
quality. A high quality piece of information, i.e. vacancies of high prestige, may not be 
relevant if the job seeker is not qualified for the job, but most studies focus their 
attention on quality without considering the issue of relevancy. 
Beside the vertical structure ranked by the prestige or wage, the labor market 
also has a horizontal structure that groups occupations of similar requirements 
together. A job seeker may face huge amount of job information, but not all of them 
are relevant and useful. Whether a piece of job information is useful and relevant 
depends on two factors. The first factor is the requirements of the job. All jobs need 
some specific requirements. Some may be simple, such as a porter who only needs 
physical strength to move heavy stuff and doesn't need much education. On the 
contrary, the requirements of professional jobs are more demanding; a software 
engineer, for example, needs to be knowledgeable of computer science and math, and 
very often, a university degree. Specific knowledge, skills and experience couldn't be 
leamt or acquired in a short period. The second factor is job rewards, such as wage, 
prestige，and working conditions. As education and work experience are human 
capital investments, a job seeker would try their best to maximize the rewards in the 
job searching process to compensate for their investment. Thus, a job seeker will 
prefer to choose jobs with higher wages, higher prestige and other favorable 
outcomes. 
These two factors suggest that not all job information is relevant and useful. 
Information of job vacancies that requires skills and qualification beyond a job 
seeker's ability is useless, and the job information that leads to lower rewards than a 
job seeker's expectation is also useless. Only job information of reachable 
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requirements and desirable rewards is relevant to the job seeking process. Thus, more 
job information is not the same as more useful job information. 
Murray, Rankin, and Magill (1981) explicitly addressed this problem. They 
argued that "A job-seeker is interested in locating only those positions for which s/he 
would be considered seriously and would consider accepting. Long lists of 
undesirable or unobtainable positions are of little interest." It follows that "although 
more information probably can be obtained through weak ties rather than strong ties, 
whether or not job information actually used comes through weak ties is an empirical 
question which Granovetter failed to address". 
Actually, Granovetter (1974:97) himself expressed a similar concern when he 
explained why employers and employees prefer to use personal contacts in his PhD 
thesis "Getting A Job". He quoted Rees (1966:561) that "The problem facing the 
employer is not to get in touch with the largest number of potential applicants; rather 
it is to find a few applicants promising enough to be worth the investment of thorough 
investigation". This shows a different mechanism of using social ties for obtaining job 
information; job seekers prefer to maximize relevant and useful information rather 
than simply a large amount of information. 
Figure 4 shows why work ties may be more useful than weak ties. In this 
hypothetical situation, E is a job seeker and Part I contains the aggregate of 
occupations that E is able and willing to do. Part III includes the aggregate of 
occupations that E is not able to or willing to do. Part II is somewhere in the middle, 
which E may be able to do or willing to do. C, located in the same part, is a work tie 
of E. Because their common occupational background, C and E are able to and willing 
to do similar jobs. Consider C , located in part II, is another contact of E. Since the 
occupations C’ is able to and willing to do are not quite the same to E, their tie is 
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weak but is still stronger than other possible contacts of E in Part III. 
Figure 4 The relevancy of job information 





As C is in the same part as E, the job information he or she can get, indicated 
as D, usually is also in part I, which means that the information is likely to be relevant 
and useful to E. On the contrary, C is in a different part, so the job information he or 
she can get, indicated as D，’ is less relevant and useful to E. This suggests work ties 
can provide more relevant and useful information, as the information contains 
occupations that the job seeker is able and willing to do. Therefore, using work ties 
could be a more efficient way to find jobs in the labor market. 
A major difference between Figure 4 and Figure 5 is the width of part I. Part I 
is wider in Figure 5, which means E is able to and willing to do a wider range of jobs 
than E in Figure 4. The distance between E and C in Figures 4 and 5 are the same, 
meaning that they are weak ties. The difference in the width of Part I leads to a 
different utility of work ties when compared with weak ties. In Figure 4，job 
information from C may not fit E's need. In Figure 5, on the contrary, C is in part I 
and the information from C could be useful. 
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Figure 5 The range of relevant job information 
III II I II III 
• lllllll llilll 




In short, the strength of social ties, which determines the diversity of job 
information, is not the only factor affecting results of job seeking. The diversity of job 
targets or the range of jobs that a job seeker is able to and willing to do determines 
whether work ties and weak ties are useful. Whether contacts are useful in job seeking 
depends not only on the strength of ties, but also on a job seeker's career 
development. 
While Granovetter emphasizes the diversity and the amount of job information 
in the job search process, my argument stresses the relevancy of job information with 
reference to a job seeker's career needs. There should be a balance between the supply 
side and the demand side of job information when evaluating the importance of a 
particular type of social tie. Table 1 summarizes the interplay between these two 
factors. 
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Table 1 The supply side versus the demand side of job information 
Demand side/ Supply side 
Needs of job 
seekers Work ties Weaker ties 
Accept a wide May not be able to supply Capable of providing more 
range of jobs much new job information diversified information 
Accept a narrow Could provide relevant job May provide much, but not 
range of jobs information relevant, information 
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Chapter 3 Data and methodology 
3.1 Analytical Framework 
This study proposes using work ties as a conceptual tool to understand the job 
search process and its outcomes. Specially, I have three objectives in this analysis: (1) 
to determine the characteristics of work ties, (2) to identify conditions under which 
work ties are used, and (3) to examine the outcomes of using work ties in the job 
search process. With these objectives in mind, I divided my analysis in three parts 
accordingly. 
To determine the characteristics of work ties, I first compare them with the 
conventional strong ties-weak ties classification. I argue that work ties share some 
similar characteristics of strong ties, a position which contradicts other studies that 
consider work ties linked more closely to weak ties. My rationale is based on 
Granovetter who defines strong ties by the principle of overlapping social circles and 
the principle of similarity. If job seekers and their social contacts are work based, they 
have a higher chance of knowing the same colleagues in the company and the same 
business contacts outside the company. They may share similar knowledge, skills, and 
experience due a common work environment. In addition, work ties may also link to 
similar occupations, related industries, and nearby residential communities. 
Following Mouw (2003)，I compare the work ties-community ties 
classification with the strong ties-weak ties classification. The objective is to see 
whether work ties are closer to strong ties or weak ties. I compute several similarity 
measures between the job seekers and the contact persons based on age, sex, 
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nationality, race and social groups. If work ties are closer to strong ties, as I have 
assumed, one should see greater similarities in these measures on work ties. 
The second part of the analysis focuses on the conditions under which work 
ties are used more often. I argue that job seekers don't merely consider job rewards 
when looking for job information; they would also consider job nature. If job seekers 
are looking jobs similar to their previous ones, they would use work ties more often 
because these ties provide more relevant information of the same occupational circle. 
To test this thesis, I use logistic regressions to predict the likelihood of resorting to 
work ties by the extent of changes in occupational titles. Here, I assume that job 
seekers have some ideas on what sort of jobs they want to take and deliberately use 
different types of social contacts to achieve their goals. To compare occupational 
features between jobs, I use occupational titles both at the 1-digit and 3-digit level to 
determine the extent of changes in job nature. The extent of change is classified into 
three categories: short-range mobility, mid-range mobility, and long-range mobility. 
Relevancy of job information is also determined by whether the job seekers 
have the ability to take the job. Certain occupational groups require a more specific 
range of knowledge, skills and experience, and workers in these occupations would 
tend to have limited mobility across different occupational fields. Thus, workers in 
these occupations would be expected to use work ties more than communal ties when 
looking for jobs. If that is the case, using work ties is an occupation specific behavior. 
To examine this issue, I looked at mobility pattern between major occupational 
categories and attempted to explain their differences in terms of experience and 
knowledge required in these occupations. Finally, I used logistic regression to model 
the likelihood of using work ties with occupational categories and occupational 
experience and knowledge as the key explanatory variables. 
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The third part of the analysis examines the outcomes due to the use of work 
ties. I consider four different outcomes: occupational mobility, job prestige, income, 
and duration of a successful search. Multinomial logistic regressions are used to 
model the effects of works ties on the likelihood of making a short-range movement, 
mid-range movement, and long range movement. I predict that work ties would lead 
to a shorter range of occupational mobility due to the fact that information derived 
from the work context is rather similar to a person's work history, i.e. jobs taken 
previously. In other words, using work ties would tend to end up with a similar 
occupational title, whereas communal ties could lead to occupations of very different 
nature. 
As Mouw (2003) had pointed out, "Individuals with good contacts should get 
more job offers per application than otherwise identical individuals without contacts. 
This should either result in higher wages, because well-connected workers can choose 
the best offer form a larger number of choices, or in shorter periods of unemployment 
between jobs, because they receive offers more quickly." If work ties are good 
contacts, I would expect the same favorable outcomes to take place. To test this thesis, 
I use linear regressions to model the effects of work ties on job prestige and income. 
In addition, I use a logistic regression and a linear regression to model the duration of 
search. 
3.2 Data 
The data used in this study come from the Metropolitan Employer-Worker 
Survey (MEWS). Respondents were selected through a random-digit-dial telephone 
survey in the Chicago SMS A in the spring of 1981. The objective of this survey was to 
understand work situations in the United States, 2712 persons who were working 20 
21 
or more hours per week, not self-employed, and 18 years old or older were 
interviewed, with a high response rate of 86 percent. Bridges and Villemez (1986) 
reported that this sample was comparable to the 1980 Census of Population and 
Housing, suggesting its representativeness to the working population of the United 
State. Although MEWS is somewhat dated, recent studies continue to use this dataset 
for examining the job search process due to the rich information it contains (Beggs 
and Hurbert, 1997; Mencken and Winfield, 2000). This dataset provides useful 
information of respondents' social background, characteristics of their previous and 
current jobs, social contacts used, and the characteristics of the contact person. With 
these data, I am able to determine the characteristics of work ties, the circumstances 
under which such ties are used, and the outcomes of using work ties. 
3.3 Variables 
Work ties. The key objectives in this study are to identify the characteristics of 
work ties, examine when people use them to find jobs, and determine the outcomes of 
using work ties. In the MEWS survey, respondents were asked whether they used 
social contacts to find their jobs. If they used social contacts，they were further asked 
about the characteristics of the social contact and their relationship with the contact 
person. If the contact persons were work related, whether such persons were past or 
present employers, supervisors, or co-workers, these social contacts are classified as 
work ties; otherwise they would be classified as communal ties, typically include 
friends, relatives and acquaintances. 
Weak ties. In order to determine the characteristics of work ties, I compare them 
with the weak ties-strong ties dichotomy. Strong ties, defined in the same way as Lin, 
Ensel and Vaughn (1981), include relatives, neighbors and close friends whereas 
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acquaintances are treated as weak ties. As the MEWS did not separate close friends 
with acquaintances, following Bridges and Villemez (1986), this study considers 
friends that met on regular basis, i.e. more than three times per week as close friends, 
and treats those who met less frequently as acquaintances. 
Job mobility. Job mobility is classified into three categories: (1) short-range 
mobility, (2) mid-range mobility, and (3) long-range mobility. In the MEWS data, I 
compare the occupational codes between the previous job and the current job to 
determine the change of job nature. Based on the 1980 census occupational 
classification, each occupation has been coded in a 3-digit code ranged from 003 to 889. 
I convert these codes into nine 1 -digit level occupational categories. In Table 2，I 
divide the “Executive, Administrative and Managerial Occupations" and "Professional 
Specialty Occupations" as two separate categories. "Technical Occupations", "Sales 
Occupations" and "Administrative support Occupations" are also identified as three 
separate categories. This classification scheme gives finer details of the job nature 
than some prior practices in social ties studies (Granovetter, 1974; Bridges and 
Villemez, 1986). 
"able 2 1-digit occupational codes 
Range 1 -digit Categories 
1 003-007 Executive, Administrative and Managerial Occupations 
2 043-199 Professional- Specialty Occupations 
3 203-235 Technicians and Related Support Occupations 
4 “ 243-285 Sales Occupations 
5 303-389 Administrative Support Occupations, Including Clerical 
6 403-469 Service Occupations 
7 473-499 Farming, Forest, and Fishing Occupations 
8 503-699 Precision Productions, Craft, and Repair Occupations 
9 703-899 Operators, Fabricators, and Laborers 
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There are three distinctive possibilities when a person changes jobs: he or she 
may (1) stay in the same 3-digit level occupation, (2) move out of the original 3-digit 
level occupation, but stay in the same 1-digit level category, and (3) move to a new 
1-digit level occupational category. These possibilities correspond the three mobility 
pattern labeled as short-range mobility, mid-range mobility, and long-range mobility. 
It is assumed that a small change in occupational features requires more specific job 
information, whereas more diversified job information is needed for a search that aims 
to switch into a completely new career. 
Job prestige. Besides the job mobility pattern, occupational prestige is 
considered another outcome due to the kind of social contacts used in job search. As 
job prestige was not included in the original data, the 1989 Prestige Scores for the 
1980 Census Occupational Classification are applied to this dataset (see 
http://webapp.icpsr.umich.edu/GSS/md 1998/Appendix/occul980.htm), with the 
scores vary from 19 to 74. The comparison of the prestige between previous and 
current jobs should reflect occupational movements along the hierarchical aspect of 
the social structure. 
The kind of social ties used may be linked to job seekers' initial occupational 
prestige. Lin (1999) argued that "At the very top, we should find strong ties to be 
more important, for weak ties would simply increase the likelihood of reaching 
downward in the structure". This may be even truer for work ties. As job seekers in 
top positions may look for jobs at similar prestige, work ties may be more relevant in 
the job search process. To test this possibility, I recode the prestige scores into three 
levels: low prestige (less than 34 prestige score), medium prestige (34 to 66 prestige 
score), and high prestige (greater than 66 prestige score). The low prestige group is 
the reference category throughout the analysis. 
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Income. I use annual gross income to measure the income level. Similar to job 
prestige, income is expected to be an outcome due to social contacts in a job search. 
Since the income information was only recorded for the present job, this study has to 
focus on whether the use of work ties is related to wage level. 
Search time. Duration of job search is measured by weeks used to find the 
present job. In addition to the duration measure, I recode the duration into a 
dichotomous variable. When the search time is less than a week, I consider it an 
instant success. The contrast category refers to those who need a week or longer for 
job search. 
Socio-demographic variables. Several variables are used as control in the 
analysis. Sex is a binary variable, with male coded 1 and female coded 0. Age is 
derived from respondents' year of birth and the time when the interview took place. 
Years of education is measured by the number of years in school. Working experience 
is measured by the number of years worked for paid employment since 18 years old. 
Similarity measures. In the comparison between work ties and communal ties, 
several variables are used to compare the similarities between the contact person and 
the job seeker. Besides age and sex, I consider nationality, race, and social groups in 
the comparison. In the MEWS dataset, respondents were asked whether they and their 
contacts were of the same nationality-ethnic group, same race and belonged to the 
same groups, clubs or organizations. 
3.4 Method 
The dependent variables for this study involve both discrete as well as 
continuous data. For continuous data, such as occupational prestige, income, and 
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duration of job search, I use multiple regressions to examine the causal relationship 
between the dependent and independent variables. The R^, which measures the 
/ 
proportion of variation in the dependent variable being explained, is a popular 
measure for assessing the usefulness of the model. 
For data with two discrete categories, mainly work ties versus communal ties, 
I use the binary logistic regression to predict the outcomes. For data with three 
discrete categories, such as occupational mobility (short-range, mid-range, and 
long-range mobility), I use multinominal logistic regressions to analyze the 
relationships. Both binary and multinominal logistic regressions are nonlinear 
probability models. The dependent variable is the log odds that contrasts the 
probability of two categories, i.e. log(p/l-p). To facilitate interpretation, I report the 
effects of the predictors both in terms of log odds and odds. There has been, however, 
no consensus on what measures should be used to assess these logistic regression 
models. Several pseudo R^ have been proposed (see Aldrich and Nelson, 1985). The 
Nagelkerke's R，which parallels to the R in multiple regressions that has a value 
between 0 and 1，is a popular measure for assessing the prediction power of the 
logistic regressions. In this study, I used this measure to assess the explanatory power 
of a logistic regression model. 
26 
Chapter 4 Results 
Of 2,712 respondents in this sample, 51.4 percent got their present job through 
social contacts whereas 48.6 percent used formal channels, suggesting that social ties 
are indeed important in the job search process. To analyze the relevancy of work ties 
in the job search process, I divide the analysis into three sections. The first section 
examines the characteristics of work ties, the second section identifies conditions 
under which work ties were used, and the last section assesses the outcomes of using 
work ties. 
4.1 Characteristics of work ties 
This section begins with a comparison between two different classification 
schemes of social ties. The first one distinguishes strong and weak ties. Relatives, 
neighbors and close friends are treated as strong ties and acquaintances and other 
contacts are identified as weak ties. The second scheme distinguishes work ties from 
communal ties. Present employers, supervisors, or co-workers are treated as work ties; 
other kinds of contacts are considered communal ties. 
Table 3 shows the proportion of job seekers who used different kinds of social 
ties in finding their present jobs. In the strong-weak classification scheme, more 
people (62.1%) used weak ties, confirming Granovette's hypothesis that weak ties are 
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important in job search, whereas in the work-communal scheme, more people 
depended on the communal ties (71.4%) for finding their present jobs. Although fewer 
people used work ties (28.6 %), the number of people using his method was 
substantial. 
Table 3 Use of social ties in seeking the present job 
Strong vs. weak ties Work vs. communal ties 
Frequency Percent Frequency Percent 
"^rong “ 529 — 37.9 Work “ 398 28.6 
Weak — ^ 62.1 communal 996 
Total 1394 I 100.0 I Total 1394 100.0 
To further understand the relationship between these two classification 
schemes, I conduct a cross tabulation between the weak-strong ties with the 
work-communal ties in Table 4. An interesting result is that 83.7% of work ties were 
treated as weak ties by the traditional weak-strong measurement. This contradicts my 
argument that work ties are closer to strong ties. 
Table 4 Comparison of tie classification scheme 
Social ties Communal ties Work ties Total 
Strong ties 464 (46.6%) “ 65(16.3%) 529 
Weak ties 532 (53.4%) 333 (83.7%) ^ 
Total 996 (100%) 398 (100%) 
In light of the conceptual differences, I further compute several similarity 
measures between the respondents and their contact persons based on their age, sex, 
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nationality, race and social groups. If work ties are closer to weak ties, one should see 
low level of similarities on these measures in work ties. 
Table 5 shows the results oft-test between strong ties and weak ties on five 
different attributes between job seekers and their contacts. The 2"'' and the S'd columns 
are the proportion of job seekers sharing the same socio-demographic background 
with their social contacts, and the last column is the difference in the similarity 
proportions between the previous two columns representing two different kinds of 
social ties. In the comparison between strong and weak ties, none of the five similarity 
measures was significant, suggesting that similarities between job seekers and their 
social contacts are more or less at the same level for both types of ties. These findings 
are inconsistent with the claim that strong ties have a high level of similarity. As for 
the work ties-communal ties comparison, three out of five measures, namely 
nationality-ethnic group, sex, and age, were significantly different between the two 
types of ties. As shown in the table 5，communal ties had a higher proportion of 
having identical nationality-ethnic background than that of work ties (70.78% versus 
64.09%). Work ties, on the other hand, showed greater similarity in sex and age than 
those of communal ties; 87% and 66% of respondents reported identical sex and 
similar ages with their social contacts based on work ties, where as the figures for 
communal ties were 82% and 43% respectively. Together, these results don't seem to 
suggest any consistent trend, and there is no ground to argue work ties are any closer 
to either strong ties or weak ties. 
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Table 5 Socio-demographic similarity by social ties 
Similarity measures Social ties classification schemes 
Strong-weak ties Strong ties Weak ties Difference 
Nationality-ethnic group .7120 .6648 .0472 
Race .9401 .9354 .0046 
Sex .8231 .8393 -.0162 ~ 
Age group .4656 .5126 -.0470 
Social groups .2220 .2304 -.0084 
Work-communal ties Work ties Communal ties Difference 
Nationality-ethnic group .6409 .7078 -.0669 * 
~ Race .9212 .9471 -.0259 
- S e x .8720 .8174 .0546 * 
Age group .6586 .4297 .2289 *** 
- S o c i a l groups .23471 .2048 .0299 
Note: Similarity refers to identical attributes in each of the socio-demographic 
variable. 
* p < 0.05, ** p < 0 . 0 1 ， p < 0.001 
4.2 Why use work ties? 
In this section, I am going to examine the conditions under which work ties 
were used by job seekers. One reason motivating job seekers to use work ties is that 
work ties provide more relevant job information in the same occupational circle of the 
job seekers. If one seeks jobs in a similar occupational field, referrals linked to work 
ties are more useful. 
I examine this issue in Table 6 with a logistic regression model, and the 
dependent variable is work ties versus communal ties (the reference category). 
Although the model is statistically significant with a x of 31.7 on 6 df, the 
explanatory power is very small, as the Nagelkerke R^ is only 0.03. The low 
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explanatory power is due to the fact that none of the socio-demographic variables 
predicts social ties used in job search. However, short-range mobility，when contrast 
with long-range mobility, significantly increased the odds of using work ties by 2.0 
times. This confirms the speculation that work ties are used more often when people 
look for jobs in similar occupational fields. 
Table 6 Job mobility and the use of work ties 
Predictors Log odds Odds 
Male T ^ r i T s 
Age .006 1.006 
Education (years) .028 1.028 
Working experience (years) .020 1.020 
Short-range mobility .709 2.032 *** 
Mid-range mobility .160 1.173 
Constant -2.084 .124 ** 
N 




* p < 0.05, * * p < 0.01, *** p < 0.001 
Lin (1981) suggested that "The closer a job seeker's original position gets to 
the apex of the hierarchy, the more likely it is that strong ties will reach desirable 
social resources as well as weak ties." The same rationale may apply to the use of 
work ties, with people at the top are more likely to use work ties to find jobs of 
similar nature and status. In Table 7，I classify job prestige into high, medium, and 
low levels, with the low level being the reference category, to predict the use of work 
ties. Although the model is significant (p=0.02), but the explanatory power is very 
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small (Nagelkerke R^ =0.016). In fact, none of the predictors was significant. The 
results reject the idea that workers with high prestige jobs use work ties more often to 
maintain their high status. 
Table 7 Previous job prestige and the use of work ties 
Predictors Log odds Odds 
Male 0.110 0 1 6 
Age 0.028 1.028 
Education (years) 0.004 1.004 
Working experience (years) 0.019 1.019 
Previous job: High prestige 0.183 1.201 
Previous job: Medium prestige 0.343 1.409 
Constant -1.980 0.138 
" n 




* p < 0.05，**p< 0.01, p < 0.001 
I further test whether workers use work ties because these ties provide job 
information linked to the seekers' previous career. Skills, knowledge, and experience 
acquired from previous jobs may be more important in some occupations than the 
others, and thus give incentives for workers to stay in similar occupational tracks. 
In Table 8，I examine the mobility pattern between different occupations with 
the expectation that workers in occupations with high retention rates would be more 
likely to use work ties when looking for new jobs. Table 8 shows the mobility pattern 
between the 1-digit level occupation categories. Results show that more than half of 
the workers in "Executive, Administrative and Managerial Occupations", 
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"Professional- Specialty Occupations" and "Precision Productions, Craft, and Repair 
Occupations" stayed in the same 1-digit level occupational category when they 
changed jobs. Workers in "Technicians and Related Support Occupations", "Sales 
Occupations", and "Farming，Forest, and Fishing Occupations", on the other hand, 
were more likely to change occupational fields. 
Table 8 Mobility between 1-digit level occupational categories 
^ ^ . Present Occupation 
Last Occupation ： — 
1 2 3 4 5 6 7 8 9 
1. Executive, • ：• 
Administrative and 51.2 ； 10.9 3.7 10.5 12.9 2.7 0.0 4.4 3.7 
Managerial Occupations 
2. Professional- Specialty 
Occupations 15.6 59.7 2.0 5.8 9.5 3.7 0.0 2.7 1.0 
1 
3. Technicians and Related 終. 
Support Occupations 11.6 29.0 23.2； 7.3 5.8 5.8 0.0 8.7 8.7 
‘ … d 
4. Sales Occupations ^ ^ 
23.0 8.3 1.7 17.0 9.1 0.0 6.1 8.3 
5. Administrative Support 1 
Occupations, Including 17.3 11.8 2.1 6.5 & 7 . 8 1 5.9 0.0 3.6 5.0 
Clerical ^ ^ 
6. Service Occupations 满 
10.5 13.6 4.1 4.6 14.6 |:3涵 0.9 6.8 12.3 
7. Farming, Forest, and 
Fishing Occupations 6.7 13.3 0.0 0.0 20.0 6.7 6..t)j 20.0 33.3 
8. Precision Productions, 
Craft, and Repair 10.1 7.6 2.5 2.1 6.8 5.5 0.4 ^50.2 14.8 
Occupations ^ m 
9. Operators, Fabricators, 
and Laborers 8.2 7.4 1.8 5.6 9.5 7.2 0.3 18.7 W f k n 
* The gray cells are those who stay in the same 1-digit occupation category. 
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To compare whether work ties were used more often in the low mobility 
occupations than in the high mobility occupations, I rank the percentage of work ties 
used by occupations in Table 9. It turns out that workers in occupations with high 
retention rates, such as "Professional- Specialty Occupations" and "Executive, 
Administrative and Managerial Occupations", also had a high rate of using work ties. 
Similarly, those in "Farming, Forest, and Fishing Occupations" were least likely to 
use work ties, which is consistent with its high mobility pattern. There are exceptions 
to this general pattern, however. Workers in "Technicians and Related Support 
Occupations", for example, had a moderate mobility pattern but a high rate of using 
work ties. 
Table 9 Occupations ranked by the percentage of using work ties 
Occupations % using work ties 
Technicians and Related Support Occupations 37.8 
Professional- Specialty Occupations 37.5 
Executive, Administrative and Managerial Occupations 35.8 
Sales Occupations 33.3 
Precision Productions, Craft, and Repair Occupation 32.8 
Service Occupations 29.0 
Administrative Support Occupations, Including Clerical 28.1 
Operators, Fabricators, and Laborers 22.5 
Farming, Forest, and Fishing Occupations 20.0 
Table 10 reports workers' perceptions of whether their occupations require 
general experience, specific experience, general knowledge, specific knowledge, and 
PTS (professional, technical, and scientific) knowledge. A high percentage of those in 
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"Executive, Administrative and Managerial Occupations" and "Professional-
Specialty Occupations" said that their work requires specific experience (26.9% and 
17.5% respectively) and specific knowledge (30.8% and 32.9% respectively). 
Similarly, requirement of PTS knowledge in these two occupations were equally high, 
25.2% and 39.8% respectively. Many in the "Technicians and Related Support 
Occupations" also felt that their jobs require specific experience (17.7%), specific 
knowledge (40.5%), and PTS knowledge (51.9%). Investment in experience and 
knowledge may be the incentive for workers to stay in a similar career track and use 
work ties more often for finding jobs. The "Farming, Forest, and Fishing 
Occupations，,，however, is a clear exception to this pattern. 41.7% of them reported 
that specific knowledge is needed, but they had a high mobility pattern and a low rate 
for using work ties. 
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Table 10 Experience and knowledge requirements by occupations 
^ . � General Specific General Specific PTS 
Occupation Category . . i i � i i j , i j 
experience experience knowledge knowledge knowledge 
Executive, 
Administrative and 8.06 26.86 13.22 30.79 25.21 
Managerial Occupations 
Professional- Specialty 4 83 17.47 10.11 32.87 39.77 
Occupations 
Technicians and Related 3 17.72 10.13 40.51 51.90 
Support Occupations 
" ^ s Occupations 2.26 19.46 4.98 32.58 7.24 
Administrative Support 
Occupations, Including 3.35 9.50 13.59 34.45 8.94 
Clerical -
—Service O c c u p a t i o n s ： ^ _ _ ？ _ _ I M ^ 
Fanning, Forest, and 8.33 8.33 41.67 
Fishing Occupations 
Precision Productions, 
Craft, and Repair 3.83 15.04 10.62 39.82 8.55 
Occupations 
Operators, Fabricators, 239 10.61 7.16 22.81 1.33 
and Laborers ； ： 
W e : Figures are p ^ i ^ ^ i S ^ ^ ^ ^ f ^ ^ ^ S ^ ^ S ^ ^ s p e d f i e element is required 
in their job performance. PTS knowledge refers to professional，technical, and 
scientific knowledge. 
To further explore whether occupational characteristics affect the use of work 
ties, I compare three logistic regression models in Table 11. It is worthy to note that, 
in all three models，none of the soc io-demographic variables and prestige of the 
previous job are relevant in explaining the use of work ties. 
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Table 11 Occupational characteristics and the use of work ties 
Model 1 Model 2 Model 3 
Predicators iT^ f o g 
odds Odds o : Odds 0 : Odds 
Male 0.080 1.083 0.097 1.102 0.109 1.115 
Education (years) 0.005 1.005 -0.027 0.973 -0.028 0.972 
Age 0.003 1.003 0.004 1.004 0.005 1.005 
Working experience 謹 7 1.017 0.017 1.017 0.018 1.019 
(years) 
High prestige 0.133 1.142 -0.250 0.779 -0.288 0.750 
Medium prestige 0.259 1.296 -0.497 0.608 -0.583 0.558 
Short-range mobility 0.568 1.764 ** 
Mid-range mobility 0.133 1.143 
Exec., Adm., Managers 0.870 2.388 ** 0.742 2.099 * 
Professionals 1.174 3.234 ** 1.018 2.768 ** 
Technicians 1.118 3.060 ** 1.027 2.792 * 
Sales 0.739 2.094 0.647 1.909 * 
Administrative Support 0.618 1.854 * 0.531 1.700 
Service 0.585 1.796 * 0.499 1.647 
Farming etc. 0.010 1.010 0.019 1.019 
Precision Productions, 0.712 2.039 * 0.588 1.801 
Craft，and Repair 
Operators, Fabricators, 0.146 1.158 0.037 1.038 
and Laborers 
General experience 0.102 1.107 0.063 1.065 0.023 1.023 
Specific experience 0.444 1.559 * 0.439 1.551 ** 0.385 1.469 
General knowledge 0.418 1.519 * 0.417 1.517 ** 0.393 1.481 
Specific knowledge 0.298 1.347 0.283 1.328 0.241 1.273 
PTS knowledge 0.288 1.334 0.241 1.273 0.225 1.253 
Constant -1.791 0.167 * -1.677 0.187 * -1.753 0.173 * 
N 
Nagelkerke R^ 0.029 0.049 0.060 
受 28.0 47.6 58.5 
Df 11 20 22 
p-value 0.003 0.000 0.000 
Note: The reference category for the previous occupation is a group of new workers who 
did not have a previous job. 
* p < 0.05, ** p < 0.01, *** p < 0.001. 
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Model 1 is statistically significant with a 受 of 28.0 on 11 df, but the model 
explanatory power is very small as indicated by the Nagelkerke R^ of 0.03. However 
specific experience and general knowledge clearly increased the odds of using work 
ties, both by about 1.5 times. 
Model 2 continues to be statistically significant with a 受 of 47.6 on 20 df. 
With the introduction of the occupational categories, the model explanatory power 
increases slightly to 0.05. Specific experience and general knowledge continue to be 
significant and their effects don't seem to be weakened by the occupational categories. 
Most of the occupational categories are statistical significant when compared with the 
reference category. Judging from the magnitude of the effects, those who were 
previously working in "Executive, Administrative and Managerial Occupations", 
"Professional- Specialty Occupations", and "Technicians and Related Support 
Occupations" were more likely to use work ties by 2.4 times, 3.2 times, and 3.1 times 
respectively in finding their present jobs. 
With the introduction of mobility range in Model 3, the model is statistically 
significant with a ^ of 47.6 on 20 df. The model explanatory power also increases to 
0.06. Results suggest that short-range mobility significantly increased the likelihood 
of using work ties by 1.8 times when compared with long-range mobility, the 
reference category. The addition of job mobility also weakens the effects of 
occupational categories, particularly for "Executive, Administrative and Managerial 
Occupations", "Professional- Specialty Occupations", and "Technicians and Related 
Support Occupations". More important, specific experience and general knowledge 
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are no longer statistically significant in the model. It suggests that these occupations 
were associated with the use of work ties partly because workers in these fields were 
more reluctant to make major changes in their career paths. For those whose jobs 
require specific experience and general knowledge, they inclined to stay in similar 
fields, i.e. favoring short-range moves, and thus it partly explains their use of work 
ties. 
4.3 The outcomes of using work ties 
This part of the analysis examines the consequences of using work ties in job 
search. The outcomes considered here include job mobility, job prestige, income, and 
the time required for finding a job. 
The relationship between social contacts used and the outcomes of job seeking 
can be viewed from two perspectives. The first one assumes that social contacts affect 
the outcome of job seeking, such as mobility opportunities. This view doesn't 
presume that job seekers have specific targets in the job seeking process; they choose 
the best offer available through their contacts. The other view assumes the opposite 
causal direction. It is possible that job seekers may have specific targets in mind and 
chooses the most effective kind of contacts to achieve their targets. 
The analysis in Table 12 focuses on the outcomes of using work ties in terms 
of job mobility. I use the multinominal logistic regression to model three possibilities: 
short-range mobility (move within the same 3-digit occupational category), mid-range 
mobility (move to a different 3-digit occupational category but remain in the same 
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1-digit category), and long-range mobility (move to a different 1 -digit occupational 
category). Long-range mobility is the reference category in the analysis. As I 
mentioned in Chapter 2, work ties may provide more information about jobs that are 
closely related to a person's career history; communal ties, on the other hand, may 
give more diversified information about jobs of very different nature. Thus, I predict 
that using work ties is likely to promote short-range mobility and, to a lesser extent, 
mid-range mobility. 
Results indicate that the model is statistically significant with a ^ of 165.5 on 
14 df, and the explanatory power is 0.137 according to the Nagelkerke rA The 
socio-demographic variables, including sex, age, education, and years of work have 
no influence on occupational mobility, but prestige of the previous job does. It means 
that for those who began with a high prestige job, they chose to work on similar 
occupations when they change jobs. The focus in this analysis is the effects of work 
ties, and, as expected, using work ties raised the odds of short-range mobility by 2 
times. Although it has no significant effect on mid-range mobility, the results confirm 
the hypothesis that work ties promote a shorter range of occupational mobility. 
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Table 12 Multinomial logistic regression: Job mobility pattern 
Predicators Short-range mobility Mid-range mobility 
Log odds Odds Log odds Odds 
Male -0.043 0.958 -0.050 0951 
Age -0.020 0.980 -0.023 0.977 
Education (years) 0.049 1.050 -0.034 0.967 
Working experience (years) -0.016 0.984 -0.031 0.969 
Medium Prestige 1.443 4.233 *** 1.217 3.377 *** 
High Prestige 2.289 9.865 *** 1.402 4.063 *** 
Using work ties 0.689 1.992 *** 0.143 1.154 
Constant -2.219 0.109 * -0.099 0.906 
N 




* p < 0.05, ** p < 0.01, *** p < 0.001 
In addition to occupational mobility, I further examine the effects of work ties 
on occupational prestige and income in Table 13. Based on the regression analyses, 
both models have a moderate prediction power, with a R^ of 0.35 for job prestige and 
0.13 for income. Among the socio-demographic variables, education, working 
experience and prestige of the previous job contribution to a higher current job 
prestige and income. In addition, men earned a higher income than women. These 
results are consistent with occupational attainment studies. The results on work ties, 
however, are not statistically significant on both job prestige and income. It clearly 
indicates that work ties don't give job seekers any advantage in terms of occupational 
attainment. 
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Table 13 Linear regression: Prestige and annual income 
Variable Job prestige Income 
Male 1.270 10890 
Age 0.111 87 
Education (years) 1.809 *** 730 * 
Working experience (years) 0.145 * 472 ** 
Prestige of last job 0.298 *** 157 * 
Using work ties 0.988 121 
Constant -1.315 -14015 
N r io7 713 
^ 0.347 0.134 
Note: Figures are unstandardized coefficients 
* p < 0.05, p < 0.01，*** p < 0.001 
As work ties may provide more relevant job information, it may also speed up 
the job looking process. Thus I expect that work ties may lead to shorter search time, 
and this possibility is examined in Table 14. 
Table 14 The odds of finding a job in less than 1 week 
Predictors Log odds Odds 
Male 0 4 ^ 1.524 ** 
Age 0.027 1.027 
Education (years) 0.027 1.028 * 
Working experience (years) 0.043 1.044 ** 
Prestige of last job 0.009 1.009 
Using of work ties 0.292 1.339 * 






* p < 0.05, ** p < 0.01, p < 0.001 
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Table 14 reports logistic regression results on the odds of finding a job 
instantly, defined as less than one week, with a week or longer as the reference 
category. The model is statistically significant with ax^ of 41.9 on 6 df and has an 
explanatory power of 0.05 according to the Nagelkerke R^. Results indicate that men, 
more educated workers, and more experienced workers were more likely to find new 
jobs more quickly. The use of work ties also helped to speed up the job search process, 
increasing the odds of finding a job instantly by 1.3 times. Thus, although work ties 
don't seem to help advancing one's occupational attainment, these social contacts are 
effective in locating new jobs. 
As indicated in Table 15, however, work ties don't seem to have further effects 
beyond the instant effect. In Table 15，I analyze the duration of job search that 
required a week or longer with a linear regression. It turns out that the model has a 
very poor explanatory power, and the R^ is only 0.007. With this low explanatory 
power, it is not surprising to see that none of the variables in the model is statistically 
significant. 
Table 15 Regression model on job search duration 
Predictors Job search duration 
Male 0.215 
Education Years 0.434 
Age -0.013 
Work Years 0.060 
Prestige of last job -0.107 




• p < 0.05, p < 0.01, *** p < 0.001 
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Chapter 5 Conclusion and Discussion 
Granovetter (1973，1974) argued that weak ties have much greater strength 
than strong ties in the job search process. The rationale for this argument is that weak 
ties can provide more new information of the job market, which could lead to better 
job opportunities. This argument assumes that what really matters in the job search 
process is the quantity of job information. This ignores the fact that quality of the 
information is also important. Lin (1999)，for example, suggested the importance of 
whether the job information includes high prestige vacancies. He argued that social 
ties that could provide information on prestigious jobs might be more important. This 
paper further argued the quantity of job information and information on prestigious 
jobs might not be the only factors that affect the outcomes of the job seeking process; 
relevancy of the job information is also important, and more research attention should 
be paid to work ties, which could lead to more relevant job information. 
I hypothesize that work ties have higher similarity than the communal ties, and 
they provide information that is more relevant to the job seekers' needs. It turns out 
that work ties have higher similarity in some aspects, but not all. Thus, it remains 
open whether one could treat work ties as strong ties. However, it is definitely 
inappropriate to treat work ties as weak ties, as some of the previous studies had done. 
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I analyze the preference of using work ties in different occupations in order to 
enhance our understanding of how work ties function in the job seeking process. The 
results show that several kinds of job seekers prefer to use work ties: (I) job seekers 
who stay in the same or similar occupations; (2) job seekers whose original 
occupation is in PMT (Managers, professionals and technologists); and (3) job seekers 
target jobs that need specific experience and knowledge, especially professional, 
technical, and scientific knowledge. All these three kinds of job seekers have one 
thing in common 一 they need specific rather diverse job information in the search 
process. Their preference to use work ties suggests that work ties could provide job 
information with high degree of relevancy. 
I also analyze the outcomes of using work ties in the job seeking. In terms of 
vertical occupational mobility, research findings show that work ties do not have 
significant effects on a higher wage or higher prestige. For the job seeking time， 
results show that using work ties can help job seekers to find a new job instantly, i.e. 
to get a new job in less than a week. However, it cannot speed up the job seeking 
process beyond the instant effect. Thus, although work ties do not seem to help 
advancing one's occupational attainment, these social contacts are effective in 
locating new jobs. 
This study also treats the extent of movement across different occupations as a 
possible outcome due to the use of work ties in seeking jobs. Research findings 
suggest that work ties tend to promote minor occupational changes. If a person does 
not aim to completely change his or her work career, he or she is more likely to use 
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work ties to look for jobs. This suggests that work ties may provide more relevant job 
information with reference to the job seeker's work history. In consistent with this 
finding, people who target jobs of a similar prestige level also are more inclined to use 
work ties. 
In sum, while weak ties are an important source of job information in terms of 
the quantity of new information, it failed to address the issue of whether the 
information from weak ties are always relevant to a job seeker's need. In this study, 
I show that work ties are a useful source for supplying relevant job information as 
long as the job seeker wants to pursue the same or a similar career path. There are, 
however, several limitations in this study. 
First, like many studies of social ties, this study use discrete categories, i.e. 
work ties versus communal ties, to measure social ties. One could further refine the 
measurement by constructing scales to capture different degrees of tie linkage. For 
example, we could ask respondents several questions about the job information 
provider, such as whether he/she has the same occupation as you, whether he/she has 
been working together with you in the same company, whether he/she has been 
working in the same industry as you, whether he/she has been working in the same 
geographic district as you, and so on. Murray, Rankin, and Magill (1981) 
demonstrated that it is possible to conceptualize social ties in a continuous scale rather 
than discrete categories. 
Second, social network should be studied as a whole. In this study, as in many 
other studies, only the social contacts that lead to a new job are examined. Other 
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social contacts, whom may also provide job information, have been ignored. As Korpi 
(2003) mentioned, this method is "based only on what type of contact was actually 
used when finding a job. The problem here is that there may be systematic differences 
in who attempt to use a particular type of tie and for whom this tie was of any help in 
finding new employment". If we consider social contacts as social capital in job 
seeking, it is obvious that one should not only pay attention to the tie that leads to a 
job offer. It is important to examine the effects of all social ties involved. 
Finally, we need better measurements on job requirements. In this paper, I 
argue that job requirements are a critical factor for choosing specific kind of social 
ties. We need some understanding of the job seekers' targets and what are required in 
these jobs. My measures in this paper were reported by respondents and, to some 
extent, are rather subjective. 
Despite all these limitations, this study makes a small contribution on the use 
of work ties. Besides a better understanding on the properties of work ties, this paper 
stresses the importance of relevancy of job information and reveals situations in 
which work ties are preferred in finding jobs and the consequences of using such ties. 
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